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ABSTBACT - 

Equal pay for equal work by persons of equal 
qualifications is the concept behind laWs against race and sex 
discriiination in salaries in the United StatesiBoweverideteriin^ . 
the existence an^^i^ent of discriiination is not a siiiple aatters A 
four- ^tep procedure is reCdmiended that atteapts to .uncover the 
existence of discriiination and begins to rectify the problen 
whetever it is found* Ha jSr issues associated with the tools and 
structures eiployed during each step of the salary iquity process are 
discussed. Ihe model eiployed by the university of Illinois at • 
Orbana-CbaBpaign is describedi.lt suggests a four-phase process 
atilizing different types of judgwent at each stage aha making 
' different s€ti of demands upon the institution during each of the 
four phases. Thi phases include: policy..; data collect icn and 
analysis; salary^ ad justment aeteri^nation; and foiio5?-tip and 
icnitbring* (Authbr/IBH) 
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Abstract 

Equal pay for equal work by persons of equal qual i/ications is ttio 
cdhcept behind laws against race and sex discriinihdtiori. in s^Hdries 
in the United States. Determining the .existence and extent of dis- 
crimination is not a simple matter however. The pyrposo of this paper 
is to recominend a four-step procedure which attcihptL> to lihcovor* the 
existence of diseriiTiinatien and begins to rectify the problem wherever 
it is^fouhd. It also discusses the major issues associated with the 
tools and structures eiiiplpyed during each step of the salary equity 
process. ^ 



Equal Pay for Equal Qunl i f icdtioMS? ; " 

. A Model for Detehniriiog Race or Sex Di scriiiiiruitiori in Salcin'es: 

•> ■ ■ 

BACkGRQUND ' ^" . • . / 

Di sciN'itiihatioh in salary allocatidh procedures to I'dce, sex, or. 
other vdrfables unrelcJted to nierlt haScbeon' getting increased attcntioji 
recently in higher education. The Equal Pay Act of 1963, the Civil Ri^jHts " 
Act of 1^964, and Title IX of the Education Aniendinents Act of 1972 have 
made salary discriniination due to race or sex illegal. However, one 
of the" major initial problems confronted ^by an Jnsti tution of higher 
education is to identify the Oixistence and extent of discriniination, ■ - ■ - 
since criteria used in determining salaries are seldoiii n^ade expl ici t , 
particularly^on an institution-wide scale, 'Even if such criteria have ■ 
.been made explicit^^ there is aliiiost always disagreeiviCMit as' to how well " 
certain individuals have met these criteria. 

^One approach to solving the salary inequity problem is to ask those 
responsible for establ ishirig salary policies to review the status cf individ- 
uals who might be victims of sex or racial discrimination. This relatively 
^subjective mode of operation risks the possibi 1 ity of requiring people to 
incriminate themselves^ since past discriminatory decisions, if they, 
occurred, were frequently made by. some of the same people being asked to 
rev^iew ccirrent salaries. Despite the fact that iniportant, non-quanti f iablo 
factors can be included in such review processes, ci^itics can cla.im with sonie 
justification that the si/bjective approach will only perpetuate past inequities 
Ah alternative tactic would -.include the use of a 'more objective 
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extent of salary di scrimiriatioh.. One iiiethod would be to niatcfi .a Cci-icasirin 
' riiale with a womari or minority person with similar bnckyround r:nd abiliio^ 
tfien determine if their salarief; arc coinparable. this procedure^, f:nov/'i -is 
cqunterparting^- has been recommended by some (NeVil T, 1 975), but '^^y bo no' 
better than a ptirely sul)jectivo approach. Obviously colmtcrpdrtiruj pi-js'.:i(- 
the initial problem of matching; even in very larcio departmonls or iri--{Jtut 
two Individuals are seldom very similar in ability and experionce. A 
related problem is that possible victims of discrimination arc . f >"equonl ly 
clustered in departments, 5uch as home economics in the case of women, 
where there are few, if any, possible counterparts, and virtually no:io that 
are similar. as to merit. Because of the problenis surroundinci the nunchiiuj 
process, and the inevitable' fatuity animosity goiiorated by it, counter[uirtiQg 
cannot be recommendod as. an objective procedure in ferreting out salary 
inequities. • ^ 

There is a second gorieral approach which goes be;ydiid tho use of eounter- 
paFting, and that is the use of multiple regressioti techniqucr. to pi-edict 
salaries from merit foeters. Faculty must still be matched to a certain" / 
extsnti such as by department, but statistical techniques are used to adjust 
for differences in merit factors to predict salaries. Faculty with different 
merit factors will have different predicted salaries using niultiple regression 
so exact matches' are unnecessary, yet only explicit, quantifiable variables 
"can be" included in the resulting pr,ediction equation. Although fraught 
with its own set of di ff icul ties , multiple regression appears tn be the 
best objective 'technique currently available in detorminiri;^ the exisleiuro 
aiid extenl.. of discriniination. 



Recognition of the objective nciture Oi" niuUiplc retjicssioii c-}> i tucM- 

■■ ■ - ■ y 

hiqUe for exainiriing salarj^ inequities has bden .cjrovvihg. Seott ( 1 977 ), 
in a widely circulated vvork, cjives the impression thnt the salary rfvuity 
process is a reTatiyely simple mcittDr of eniployiiig i\ fow. voriablc^:, sj^ ?; ■ 
as time in service arid' highest degree, and objectively c'cteri'iinin:: solc fMrs. 
The U.S. Office of Civil Rights seems to holcl a s.imilar oin'nion as Lxpros'.u'd, 
in its agreement with the University of Wisconsin, dated December' 16, 19/7 
( Chang e, 1978). 

The University will perform an analysis to 
determine potentidl salary inequities. In one part 
of the analysis, professional job-reflated criteria vn'll 
bb identified as basic varia'^les foj- use in thd 
• analysis. Basic variables shall be qUani^'fied and 
■>j include: depar^'-ment , rank, time in ranlv, -and' measorefs) 

of length of .prufess'ional service. Other valid 
quantif iable'varlables may be included', provided, 
however, that prior tqinclusion- the university shal 1 
consultwith OCR regarding inclusiph dfthdse variables. 
Using these variables, the university will conduct ■ ' 
valid statistical or other empirically vertifjcujle and 
aodi.table studies^ such as a multiple regression 
analysis of facul ty, and' aca^mic staff salaries to 

identify v^age- discrepancies In no case will ' 

assertions^ verbal or written i unsupported . by specific : 
comparative analysis be considered as justification 
for wage discrepancies. 



Although statements made by federal officials, since the Wisconsin agreement 
suggest-^---moderdtidn of the straight formula approach, this agreement does 
show an inclination towards the use of quantifiable criteria only in the 
salary "equity process. • .. ■ 

Multiple regression techniques are not. without their bvvn vveakhesses. 
• The problems Ci>ncernihg the use of multiple req.rossibn involve, the jiat.ure 
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of the statistical, teehniqtie itself; For example, -multiple rGorec^sioti (a 
be used to predict only a portion of a [)ersoh's salary, f roqu^Mif Iv le^s 
thaii 50%. In addition, the stcindard error in predictihy a sinijlc pei'soM' 
salary is usually quite largo. As a result of the Icttter, tisi-ng . *. ' 
traditional -cutoff points sucli os two standard deviations yitld few, i'^ ■ 
any^ faculty members as being victiinls of discriniirviticri. ' Much lovvei* 
. confidence levels yield more vittinis of diserominaMeri, but these are ^ 
less acceptable statistically. A distinction must be made between poliry 
significance and statistical significance. The fdrnior is most Useful 
in this type of study. 

; Another critici sm' invol ves the concept of predicting- salaries froj^ ^ 

meri t .cr j.teria i wJlile hot also pt^edicLing merit criteria froii; salaries. 

' J- - ■ ' - ' 

Birnbaum (1977) has pointed oot that ono might appear to be a victim of 
discrimination when salaries are predicted from merit factors, while no 
discrimination is apparent whf^ii predicting from salaries back to merit 
factors. 

These weaknesses inherent in the use of multiple regression do not 
■ necessarily preclude Its utilization in salary equity decisions/ but they 
• do point to the need for something beyond- a 'strict formula a[^prbach, 

THE UlUC MODEL " , 

A careful review of the literature oh muTtiple'rc?c)ression and salary 
equity; as well as disct^ssions with other iristi tutional representatives 
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and our own experiences at the University ^of Illijiois at: Urbana-f-hu : paiqn , 
lead us to the. conclusion that neither a purely suhjoctivo appro^icii ncr 

^ .1 . ^ C - - - -,' -- .... 

brie usirrg nitiltiple regression in a formula hiarifler is the inusi desirable 
way 'of determining -salary inequities. F&r^ this reason a four-step snlciry 
equity review process utilizing both objective (i.e.^ multiple rogrcssinn) 
♦ techniques aniJ additional cohmifttee evaluations is recdiiiifierlded. Certain 
^ aspects 0/ this model have been discussed elsev'/here (Braskamp, barigsten 
and^-luffDs 1978; .Branskamp, Muffo, and Langston, in pr-ess). ' 

Jhe bllUG model suggests a fdUr-pHase process utilizing different types 
of judgment at each stage and making different sets of demands' upon the ^ 
institution 'during each of the four phases. The phases are suinmari^cd as 
_ fol lows: - 
■ (1). Policy 

^{2}. Data coTlection ani^ analysis ^ , . ' 

,{3). Salary adjustment determination . ; ' ; 

(4).' FplloW-up and monitoring 

PHASE I ' ' 

The policy phase is possibly the most important and lenst .discussed 

of tho four. It is r'econimcncicd th^'a, campus^-ride eomnTi^tteTT'o'rTe^^ 

Tac^ulty arid, admiriistrators decida severdl important points prior to the 

■ • _ • ^ _ _ ] ■ . _..-«... . . ' . 

gathering of any dr'ita. The most obvious^questipri corisists of vvho should ' 

■> 

Be .included in tno analyses; i.e., women, various minorities,' -o-r'-both; 
Orip.sUggestioh on this point is to gather data assuming possible* discrintination 
against alT women and minori-ties, tlieh test for^grdup differences usirig 
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muUTple regression. If ' no- group, clifferenees are fouricl, aSSuhie diffc- enc-s 
in salary are due to individual- rather than group differenees, just as thoy 
are for, majority males. ' This proeedure anows the widest possible ' ^ i 
coverage of. groups, yet does not require groups showing no di scriminnory 
pattern to be included in the. final analysis. ;.: ,. 

Ariother policy decision concerns cut-off points. Thai, is, how fox 
below the predicted salary must a faculty member be paid for him or her 
to.be included for further review? These cut-off point? can be deternrinPd 
- : after the regression analyses has yielded. predicted. salaries, but the decision 
■ will probably be more objective and "less controversial if made beforehand. 
It should also be noted that such cut-offs may vary by rank, if based on 
dollar amounts, ..or may utilize a percentage- limit. 

A third, and complex, policy area is ^liat of which variables to -include^ 
in the multiple regression analysis. Most agree that variables sucli as 
highest degree and length of service should be included, but- beyond th^se 
two compromise might be necessary; Bepending on the mission of the 
institution, ether variables considered for use might 'include rank, apboihtment 
status (9 or 11 month), years of professional experience, yar«^eds pub- 

niFaTi^sT^rant jiollars, teaching awar^and evaluations, peer evaluations^ 

• :some measure of the "market" in that discipl ine (e.g. , veteri aarians vs. 
humanists) and so en. The problem is that some of these variables are not 
^. acceptable to all individuals and institutions as predictors of saOary. 

In addition^ a case can be made that certain variables such as rank are 
• -themselves affected by discrimination, so usiKcj such variables to Dredict 

f a . ' _ : 

" salaries is both roduhdahf and. discriminatory itself. .Theimore variables 
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that are excluded' prior, to datci gathering, howovcM , thu lota-r tlie 
cerrelatibh will be./and,.-eonsec|uei)t-ly^ the lowur the prcdiHobil it y oi 

J • ^ ■ lit _. 

the resulting prediction equation. ■ The Scinie wi I f bo true if ton imiiv 
predictors arc incliicied^ -Bbvj ously .trade-offs uvc iiL-cPSSciry . 
• • Oiie suqqcstcd 'apijroach is to^inclutle as many vM-inblen r.rqht tc ^ 
acceptable, -tfen determine via. step-wise multiple regression wiiich oik.^ • 
contribute sicjnif icantly to the prediction equ^itiun. Only those addihg- 
signi'ficantly to the precHctipn equation need to be included in analy;iinq 
salaries. If a seemingly ilftportant variable such as teaching awards is 
not included in .th- linal prediction equation, howevLM-, faculty acceptc!i;(c 
iin:ght be hindered, evennf that s/ariable were noL s^tisticariy signi ricnrt 
t^r^.#oint is important, for by the nature of mi^itiple regression; the 
predicted salaries of d^ifferent people will FaVI beyond the rui-off. points, 
depending on what variables are included in ^ ht; prediction e:ii;ntioii. 

PHASE ; 1 1 - ' ' 

The data collection and analysis stage is the m^t mechanical of 
the four phases ohci? policies have been established. A randor sa;;!pl(2 of 

majoritj^ males are niatc4ied by department with woiucm andjaingritJes , then 





included in the data gathering process. Data on all included faculty are 
collected frOin existing s.ources and'by use of questionnaires. The data 
for the majority males are used to build a prediction equation that fUs ;' 
/them. The data for the matched wqiiieh ahd/ur minorities art thc>n: lubstituted 
in the majority male prediction equation and salaries 'are prcdiitod for 
each faculty member. Those whjse 'salari'-cs fal 1 below their prcdicited ; . ; 
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Stslmn'es by amounts larger tlian the cut-b^^^ r,-ir" ' 

'■ further review; Those wlioso actual salarfps sr'd within itte ciit-'eiff 

■arc then eliminated from iniinediatc further cdhsicioi-ci^o'i "/ • 

boine stS^ti stica LteeHniquies .ean 'b(! used.durjtTC) thi s pMni:^c ^ to- fricr(.\-'sc^ . - 

predictability. One niecins used to increase pi-edictahi 1 i ty is to huild 

separate regression equations, based bh data xjatliered ftoni inajority : ' 
•males, for indi^/idual oruJoniic' units suet) as dep^rtiiiciits , schools, or colleges 

within a larger oiii vcV>:i ty. . Tjio advantaqe is- that such units often hotise- 
. a more homogenous group of people than tlh->, instittition as a wlmie; edifCdt iunal 

background, career patterns, teaching methods, publication i-atcr, ,'irtc. :. 

frequently Show more similarities withipi^^an across, such' uni ts . 

- / ^ - -''^ - ' ' " * 

greatest dra^vback to this approach is that freqt/ently.ttie nunl^er of faculty 

IS too sinall td use multiple regression with any deyri-e of canf ic'erice. ^ 

Ari additional crlttcism is that smaller uiiits^iiay i-eples.ent whai have - ' - . 

traditionally been thoiKjht of as female or nn nor i ty^ departments ; such i 

analyses would t|ierefore help to 'perpetuate the ol^ stereotypes and 

resulting inequitable salary structures. '■.„.. 

Besides bui.lding separate regressi'bn e(|U(it|nns for specific subgroiips, . 

one can attempt to improve prediction by co'nvo-rting some of the variables 

to a non-linear. form. Publ ications , for example , frequehlly have a 

deelinuig value, with the first/few being most important, so the log of • ' 

journal articles might yield/' a higl1^ correlation tTian the number itself. 

Trial and error using such non-1 in£ar variables may yield a prediction * 

equatio'^n with both linear cflid noh-liYiear variables, dependiiig on which 

combination yields' the most predictability, all within the confinos of ' 
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pdltcies established in PHASE I. 

.. PHASE iii 

\ ■ Durling ttio third phase of the sialory equity Review t^^oea^^t;, t!)nse 
i\idivfduafs ."flagged" for further review are given^lii. option of review 

i by departmental r col lege., or university c^nimittoes fotr^iids:;iblc s:\]ury ' . 
adjustments. .Some people^ "for personal reasons, will refuse the review. 

'ethers not "flagged" ^iiidy feel sl ighted, so all nieinbers of the group bein^i. 

investrgated'i i .e- , woinen and/or minorities, should have, the.opt-idn for 

further review al so. ' Our experience has been- that =only a few of the. 

people ^n'bt "flagged" opt' for furthdr review, .for whatever reason. He a1 so 

suspect that som^' refusing' reviews^have Be^n promised ad justirents if they 

don't go through the comiljiUee structure, tfius keeping the-natter within the 
• .- - • ' ■ 

department-. Realistically, may also be' influenced to keep silent 
by more negative factors: . : 

The unit review committees in PHASE. HI must have some direQtion'"os to 
guidelines to follow, iny^uding sources and antoun-ts of funds available for 
salary adjustments. They should also be well informoc as to the procedures 
and variables used*/for "flagging." They are then free to. include other, 
non-quantifiable evidence submitted' by those being reviewed in deejdi^g 
what adjustments should.be made. .Aftej^car^ dodufrohtation 
o^^easoF^-foT'Tfiei^ the committee members then fprvvard their; final ' 

recommendations to the proper administrator for action. . 

P'HASE iV ^ ■• ■ . . . ' 

j-_ _'_ _ _ _ _ ■ - ■ ■ - - ■ 

The final phase of ihc saiary equity review process Is the fol low-ui> inul 



moriitdrihg phase. This stage isj^vhero the actions of the vdrio'^s 'iri^ 
eoiTrii ttees are reviev/ed Tor possible discriniinatory practicos. in 
addition, salary adjustments may be given by cuniiiiittecs wiUiojt si::'po.'t 
by the usiial deci sMon-makers resulting, for instance', in o.n equity uky^^'M) 
but no riornip^l departmental i>Dcri?cise in thci san.e yc-^ar. Usiiui tti? cquijtv 

__ - t? V 

increase to replace a normal incremont. v/bu'lcl frociuoMl iy loavo thr^ ,pcrY.: ;^ 
. reyiev/ed further behind in salary than prior to Ihv revit-w, clGun:> 
unacceptable. result. In sliort, then, PHAST I V €uyqe:5rl'S;-tr- sybtoi^.^ 
monftoring of salaries in the years foUowing t\u\ ir.itiril snlary eqoity 
review. It might even be deemed necessary to repeat the whole pi^ocess in 
a year or two following the initial study.: This moriitorinq proj-^ss, wrini 
use,d together with the more traditional affiriiiative action prograi:;s of 
hiring, retention,' and proniotion can also serve as a constant rG:::indo>' v--^ 
the desired "goal s. - ' ' ' - 

EPILOGUE ' . ° , ' 

The salary, equity process described above is recommcn^Jod for cnses 

involving possible sex or race discrilTiina-.tjon. The review of individunl 

majori'ty malbs is dismissed in that no group discriniinction is evident with 



1. Th[s prDcedure leaves open the question of, whether only groups or all 
r rr \ ; r " -^ _ . . . . . _ . . ^ ■ 

individuals should be- reviewed; that- is, vvhdtlier it is "fair'^'and Icgaj 

to look only. at group and not individual differences in salary policies, 

_. ( _ _ _ '__ 

. The term "reverse discrimination'' may be used to criticize the approach 

recbmniended here, since majority hialcs arc excluded fi*om iniinocliate furtfier 

review; As far as multiple regression techniques are coneerned, the is-.ue ^ 
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Hrivdlves tfiG distiriJCtion between gixnip and Inciividual d i scrinnna M^n. 
>Mndividija1 majority males niay wel 1 suffor fi^oiii iiic^niiit.ilile ti^e.^Li- f.ht i-V 
sp^^iry\ yet the group as a whole vvi ll sliow ne ivsnlts of d i iiicrii: i ion ; 
Among iiiinority men and all v;oiiien, if group di^i^criiiiinat irm is rujni!. ihdh^ 
inequities vn'lj tend to be lumpr-d togr.^ther v;iLh yroup ifk-.iU i ties. .0^ It is 
virtUdlly impossible to separatG? individual and gr^jup inequiiies ttcii'i 
each, otiier. A moderate approach v/ould be to note that the pios! glar-inq 
inequities are group ones, to whicli ar^ also added individual incai-'itief. , 
and that a long-term solution wauld be" to look at all individual inequitie 
after the more pressing group inequities have l^ocn attacked. 

The legal aspects involved are quite compl icated and certainly beyOfid 
the scope^of this paper. One should note, however, that in University 
of Nebraska v^. Dawes {1975} there appears 'to be a legal basis for sayiriri 
that any strictly formula approach must.be applied to all in'di vicl-.'al s . 
It might, be expected that liiore legal clarification of this issue will be 
forthcoming i1> ItRa^near future. v. 
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